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Abstract 
With the Italian school system undergoing important changes, administrators are faced with several issues, such as how to sustain 
teacher performance, motivate their collaborators and smooth the attrition between work and family roles. Teachers are usually 
expected to experience high levels of work family facilitation. Facilitation is defined as the extent to which participation at work 
(home) is made easier by virtue of the experiences, skills, and opportunities gained or developed at home (work). The purpose of 
the present study is to shed light on the facilitation between work and family roles experienced by teachers. We posit that 
different types of facilitation experienced in the direction work to family will have a positive impact on organizational (i.e. 
organizational citizenship behavior) and personal outcomes (i.e. work satisfaction). 124 teachers were interviewed in the study. 
The self report questionnaire was structured in two parts: the first one included demographic variables (e.g. gender), the second 
was dedicated to work family facilitation and work outcomes (e.g. work satisfaction). Hierarchical multiple regressions were 
performed to test the hypotheses. Findings show that teachers work satisfaction is influenced by psychological facilitation, while 
organizational citizenship behavior benefits from time-based facilitation. Our results confirm the general belief that teachers 
experience a certain amount of facilitation between work and family roles. School principals may take into account especially the 
importance of time-based facilitation on the performance of pro-social behaviors. 
© 2015 The Authors. Published by Elsevier Ltd. 
Peer-review under responsibility of Academic World Education and Research Center. 
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1. Introduction 
With the Italian school system undergoing important changes, administrators are faced with several issues, such  
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as how to sustain teacher performance, motivate their collaborators and smooth the attrition between work and 
family roles. The teaching profession is usually considered the occupation that provides the best conciliation as it has  
many attributes that are especially considerate of family needs and constraints, such as a relatively short workday at 
job site, no work during school holidays, no work most of the summer and so on. This assumption is reinforced by 
the fact that a high number of women choose this profession. Most research on work family interface outcomes 
focused on demanding managerial and non-traditional professions, while the studies on the relationship between 
work and family roles among teachers are relatively scarce, probably because teaching is considered an occupation 
that does not require investing heavily in work and permits the combination of vocational and family roles with a 
minimum of conflict (Cinamon & Rich, 2005). 
The purpose of the current study is to explore the relationship between different types of work-family facilitation 
and work outcomes in a sample of Italian teachers, both men and women. 
Beginning with the scarcity theory on human energy (Greenhaus & Beutell, 1985) which assumes that personal 
resources of time, energy, and attention are not infinitive, a number of contributions investigated the negative 
interface between work and family, defined as work-family conflict (Casper, Eby, Bordeaux, Lockwood, & Lambert, 
2007). Work-family conflict is a form of internal conflict due to the incompatibility of role pressure from the work 
and family domains (Greenhaus & Beutell, 1985). 
Its theoretical counterpart, the role expansion theory (Marks, 1977) states that human energies are on the contrary 
expandable and the involvement in one role can be beneficial for the other roles. Such perspective has gained 
support from many recent studies. For instance, Demerouti, Bakker and Voydanoff (2011) showed that home life can 
interfere, but mostly facilitates job performance. Indeed, incorporating the positive synergies from work to family is 
actually considered basic to understand the mechanisms underlying the work-family interface (Wayne, Randel, & 
Stevens, 2006). The positive side of role combination discussed in literature under various conceptual labels such as 
enrichment, enhancement, integration, and positive spillover (Barnett & Baruch, 1985; Crouter, 1984; Friedman & 
Greenhaus, 2000; Greenhaus & Powell, 2006; Grzywacz & Marks, 2000; Kirchmeyer, 1992; Thompson & 
Bunderson, 2001). In line with van Steenbergen, Ellemers, and Mooijaart (2007), we focused on facilitation as “the 
extent to which participation in one role makes it easier to fulfill the requirements of another role” (p.280). 
Therefore, we define work–family facilitation (WFF) as “the extent to which participation at work (or home) is made 
easier by virtue of the experiences, skills, and opportunities gained or developed at home (or work)” (Frone, 2003, 
p.145). 
Although WFF may be conceptualized in both directions, from work to family and vice versa, in this study 
facilitation will be considered only stemming from work, as other recent studies have done (i.e. Karimi & Nouri, 
2009; Proost, De Witte, De Witte, & Schreurs, 2010). Understanding work-to-family interface may have greater 
practical significance because empirical research indicates that the family domain is more permeable than the work 
domain, making work more likely to impact family than the reverse (Eagle, Miles, & Icenogle, 1997; Frone, Russell, 
& Cooper, 1992; Grant-Vallone & Donaldson, 2001; Williams & Alliger, 1994). According to a Norwegian study 
(Innstrand, Langballe, & Falkum, 2010), teachers reported a quite high WFF score in comparison with other 
occupational groups. 
In this study we attempt to assess the differential impact of types of WFF on two relevant work related outcomes, 
work satisfaction and organizational citizenship behavior (OCB). On the one hand, teachers’ job satisfaction has 
received much attention from researchers and policy makers over the past few decades, because it is not only related 
to outcomes for teachers, such as engagement (e.g. Schaufeli & Bakker, 2004), but it also affects students: for 
instance, teachers who experience job satisfaction encourage greater achievement (e.g. Caprara, Barbaranelli, Steca, 
& Malone, 2006). On the other hand, although little-researched, the topic of OCB in the teaching context is very 
important, because teachers have a high level of autonomy in performing discretionary behaviors towards other 
individuals (e.g., principals, colleagues, parents, and students) and their organization which may increase the quality 
of school life (Jimmieson, Hannam, & Yeo, 2010). 
WFF was found to be positively related to work satisfaction in different countries (Aryee, Srinivas, & Tan, 2005; 
Balmforth & Gerdner, 2006; Lu, Siu, Spector, & Shi, 2009; Carlson, Kacmar, Wayne, & Grzywacz, 2006). 
Similarly, in van Steenbergen, Ellemers, and Mooijaart’s (2007) research satisfaction emerged to be associated 
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differently with the different types of WFF, supporting the idea that behind the WF interplay may lie different 
mechanisms. 
OCB refer to optional pro-social behaviors of an individual, aside from official job requirements and duties which 
are not necessarily present in a job description and benefit others and the organization (Organ, Podsakoff, & 
MacKenzie, 2006). OCB is one of the most heavily researched topics, but only a few studies investigated its 
relationship with the work-family interface. Generally they focused on the negative side of the work-family interface 
finding that it lessens OCB (Amstad et al., 2011; Bragger et al., 2005). On the other hand, Balmforth and Gerdner 
(2006) found that WFF was related to OCB. 
The purpose of the present study is to shed light on the facilitation between work and family roles experienced by 
teachers. We posit that different types of facilitation experienced in the direction work to family will have a positive 
impact on organizational (i.e. organizational citizenship behavior) and personal outcomes (i.e. work satisfaction). 
Thus, based on the previous research findings, our research question is the following: 
x To what extent will the different types of WFF (time-based, energy based, behavioral, and 
psychological) influence work satisfaction and OCB? 
2. Method 
2.1. Procedure 
The research team contacted the principals of six schools located in the south of Italy and presented the aim of 
the investigation. Four comprehensive schools principals agreed to participate. 
Data was collected using anonymously completed self report questionnaires. A trained junior member of the 
research team was in charge of presenting the research to the teachers and assisting with the fulfillment of the 
questionnaire. Participants had the choice of completing the questionnaire at home and returning it to the member of 
the research team. 
2.2. Participants 
Data were collected on 124 Italian teachers. The sample was 83% female, with a mean age of 47 years (SD= 
8.57). In addition, 33% of the teachers in our sample were working in primary schools; 17% in lower secondary 
schools, and the remaining 50% in upper secondary schools. Furthermore, 35% of the participants had job tenure of 
less than 10 years, 30% for 10-20 years, and 35% for more than 20 years. 
2.3. Measures 
The self report questionnaire contained the following scales. 
Work family facilitation was measured as defined by van Steenbergen, Ellemers, and Mooijaart (2007). It 
encompasses four sub-types: energy-based, time-based, behavioral, psychological facilitation. 
Energy-based facilitation “emerges when energy obtained in one role makes it easier to fulfill the requirements of 
another role” (van Steenbergen, Ellemers, & Mooijaart, 2007). It was measured with two items developed by 
Wagena and Geurts (2000) and one developed by van Steenbergen and colleagues (2007). An example of item is 
“When I get home from work I am often in a good mood, which has a positive effect on the atmosphere at home“.  
Time-based facilitation “occurs when the time devoted to one role stimulates or makes it easier to effectively 
manage and use the time in another role” (van Steenbergen, Ellemers, & Mooijaart, 2007). It was measured with the 
three-item scale developed by van Steenbergen, Ellemers, and Mooijaart (2007). An example of item is “Because I 
work I enjoy my time at home more“. 
Behavioral facilitation “exists when behaviour required or learned in one role makes it easier to fulfil the 
requirements of another role”. It was measured with two items developed by Wagena and Geurts (2000) and one 
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item adapted from Grzywacz and Marks (2000). An example of item is “The skills I use at work help me handle 
matters at home“. 
Psychological facilitation “occurs when an individual is able to put matters associated with one role into 
perspective by virtue of another role”. It was measured with three-item scales developed by van Steenbergen, 
Ellemers, and Mooijaart (2007). An example of item is “Because of my work I am more able to put home-related 
problems aside“. 
The items of work-family facilitation were scored on a 5-point Likert scales ranging from 1 (strongly disagree) to 
5 (strongly agree). 
Work satisfaction was measured using the Warr, Cook and Wall’s (1979) scale developed to measure intrinsic 
(e.g. opportunity to develop new abilities and knowledge), extrinsic (e.g. pay and social benefits) and overall job 
satisfaction (e.g. work environment). The 8 items were rated on a 5-point Likert scale from 1 (very satisfied) to 5 
(very dissatisfied). 
Organizational citizenship behavior was assessed using three scales of a version of the scale which was slightly 
adapted to the Italian school context (Perrone & Chiacchierini, 1999) comprising altruism, which included four 
items (e.g. “I help people who have a lot of work to do”), courtesy that encompassed four items (e.g. “I do my best 
to prevent problems with other employees“), and civic virtue, also four items (e.g. “I attend meetings that are not 
mandatory, but that are considered important”). All items were scored on a seven-point scale ranging from 1 (totally 
false) to 7 (totally true). 
Controls. Some demographic characteristics have associations with the extent of conflict/facilitation between 
work and family. Unfortunately, results are generally mixed and various studies have shown different effects of 
demographic variables on the experience of WF facilitation (Hammer, Colton, Caubet & Brockwood, 2002). Thus, 
two of the most investigated characteristics, gender and parental status, have been selected and included in the 
analyses, and their effects were controlled in the analyses. 
3. Results 
3.1. Descriptive statistics 
The means, standard deviations, and correlations were computed for all study variables (Table 1). It is interesting 
to notice that the different types of WFF do not show a high correlation among them, supporting the idea that they 
may reflect different aspects of the facilitation between work and family roles. 
Table 1. Means (M), Standard Deviations (SD), and Correlations among the variables of the study 
Variable M SD 1 2 3 4 5 6 7 
1.Gender (0 = male, 
1 =female) .83 .38 -       
2. Parental status (0 
= no children, 1 = 
children) 
.79 .41 .03 -      
3. Time-based 
facilitation 3.03 .81 -.01 .05 -     
4. Energy-based 
facilitation 3.50 .81 .00 .16 .28** -    
5. Behavioral 
facilitation 3.20 .85 .04 .06 .28** .57** -   
6. Psychological 
facilitation 3.12 1.00 .03 .13 .22* .23* .32** -  
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7. Work satisfaction 2.93 .65 .05 -.12 .19 .23* .12 .25** - 
8. OCB 3.80 .59 .15 -.06 .25** -.01 .11 .21* .10 
** p < .01; * p < .05         
 
3.2. Analysis 
To test our hypotheses we performed a hierarchical regression analysis using the statistical software package 
SPSS. Table 2 shows the results of the hierarchical regression of WFF on work satisfaction and OCB. Demographic 
characteristics (i.e. gender and parental status) were entered in step one; the four types of WFF (energy-based, time-
based, behavioral and psychological) were put in the second step to account for their impact on outcomes. There is 
no significant influence of gender or parental status on the outcomes taken into account. Results show that teachers’ 
work satisfaction is influenced only by psychological facilitation (β= .217), while organizational citizenship 
behavior benefits only from time-based facilitation (β = .248). 
  Table 2. Results of hierarchical regression analysis 
 Work satisfaction OCB 
 β β 
Step 1   
Gender .054 .166 
Parental status -.137 -.081 
Step 2   
Time-based facilitation .098 .248* 
Energy-based facilitation .185 -.158 
Behavioral facilitation -.078 .082 
Psychological facilitation .217* .184 
R² .127* .145* 
Adj. R² .072* .096* 
* p < .05   
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4. Discussion 
The main purpose of the present study was to examine the facilitation experienced by male and female teachers 
among work and family roles. Specifically, our interest was to verify the positive impact of different types of 
facilitation on work outcomes. The expectations were to find that the types of facilitation linked to work satisfaction 
and OCB. Findings showed that only psychological facilitation related significantly and positively to work 
satisfaction. While, on the other hand, only work-family time based facilitation had a positive impact on OCB. 
Conversely, other types of WFF had no significant relationship with work satisfaction and OCB. It is noteworthy to 
underline that gender and parental status showed no significant relationship with WFF, supporting the idea that the 
burden of family and work roles may not be perceived only on women and parents’ shoulders. 
Our findings are partially consistent with the study made by van Steenbergen and colleagues (2007), in which the 
authors found that several types of facilitation predicted work satisfaction, whilst the present study showed only one 
association. However, given that the study took place in a different context (i.e. a large Dutch financial service 
organization), the diversity among job characteristics and roles performed in the two contexts should be carefully 
taken into account. 
It is not surprising that psychological facilitation relates to work satisfaction in school. If one reminds that such 
kind of facilitation recognizes the positive role of activities carried on at school on family-related activities, it is well 
known that teaching is a job very demanding in social and transversal skills. This fact is likely to have two parallel 
effects. The first one is commonly known as “healthy worker effect” (Carpenter, 1987): people working in more 
demanding occupations (strong effort, poor working conditions, or hazardous workplaces) tend to shift to less 
demanding jobs when their health fails. It means that, after a certain time, teachers less skilled in social and 
transversal skills tend to reduce their effort to protect themselves, so that work satisfaction decreases. On the 
contrary, teachers higher in work satisfaction are more likely to interchange resources positively between work and 
family, cultivating social and transversal skills both at home and at work. 
In a similar way, the relationship between time based facilitation and OCB could be explained by a sort of 
transfer of training. Since OCB is usually associated with positive attitudes and feelings about the job performed, it 
is likely that teachers higher in OCB have learned to manage also time and priorities at work, so that their 
performance tend to be better than the average. While, for instance, workaholics usually combine engagement and 
poor time management (cf. Mazzetti, Schaufeli & Guglielmi, 2014), people showing OCB tend to be more efficient. 
As a consequence, time and priority management is likely to be of higher quality, what represents a training that 
may be transferred also in the family life domain, so that performance is potentially maximized in both domains. 
Given that teachers have a relatively short workday, it may seem surprising that time-based facilitation only 
impact on OCB and not on work satisfaction. But teachers’ work extends beyond the job site and requires a lot of 
extra effort when they are at home, therefore their time at home is not as free as common opinion depict it and they 
may not be entirely satisfied about it. Conversely, the fixed amount of work hours at school and the flexible 
schedule at home may encourage those discretionary behaviors that are often needed. For instance, teachers not only 
have to know their subjects, but are also asked to facilitate learning, be efficient educators, and organize work 
groups (Esteve, 2000). 
In general, our results confirm the general belief that teachers experience a certain amount of facilitation between 
work and family roles. School principals may take into account especially the importance of time-based facilitation 
on the performance of pro-social behaviors. 
In addition, although it is neither easy nor straightforward, creating healthier psychosocial environments should 
be one of the primary goals for organizations. Several national and international papers underline that work family 
interplay needs to be regarded as one of the factors to take into account when organizations aim to reduce work 
related stress (e.g. European Foundation for the Improvement of Living and Working Conditions. Reconciliation of 
Work, Private and Family Life in the European Union. 2011). 
Our results show that in order to promote well-being, organizations may intervene not only by attempting to 
reduce conflict, but also foster facilitation by addressing specific issues. In fact, despite its limitations, such as the 
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sample size and the specificities of the context, the results of the present study provide indications on the specific 
types of that may be useful to consider in organizational interventions in the school context. 
The present study has some limitations that should be mentioned. First of all, the cross-sectional nature of the 
study constrains inferences about causality. Indeed longitudinal studies are preferable to investigate causal 
relationships. The small sample size may have lead to null results even when effects existed. Nevertheless, despite 
the small number of participants, the common work context they experience may have limited the variability of 
results. Other studies should provide a larger sample base within organizations that differ from the one we studied to 
test for the consistency of our findings. Moreover, the effect of the types of facilitation should be investigated on 
wider number of outcomes. Another limitation of this study is the choice of investigating only one direction of 
influence, from work to family, neglecting the other direction of the process. We believe that future studies should 
contemplate both directions, from work to family and vice versa. 
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